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PERSPECTIVES ON THE RECRUITMENT AND RETENTION OF CULTURALLY 
AND LINGUISTICALLY DIVERSE POLICE 
 
STRUCTURED ABSTRACT 
 
 
Purpose 
The aims of this paper are: to investigate the perceptions held by police (insiders) and 
community member (outsiders) of the recruitment and retention of culturally and linguistically 
diverse employees of Victoria Police; and, to develop a model that can assist in future 
recruitment and retention policy development. 
 
Design/methodology/approach 
Structured focus group interviews were conducted based on an instrument deduced from existing 
literature. Police and community members were interviewed separate cohorts. The discussions 
were thematically coded to themes and sub-themes. 
 
Findings 
Specific differences were identified in perceptions of the importance of recruiting culturally and 
linguistically diverse groups, barriers to recruitment, recruitment methods, and retention 
methods. 
 
Research limitations/implications 
Based on these perceptions, a propose a model addresses the importance of cultural diversity in 
policing and barriers to recruitment and retention of culturally and linguistically diverse 
employees. Further research is necessary to assess the broader applicability of this model. 
 
Practical implications 
The proposed model is may be used as the basis for future recruitment and retention activities, 
and human resource management policy development. 
 
Originality/value 
This is the first study in the Australian context of recruitment and retention of culturally 
and linguistically diverse police that addresses both community and police perspectives. 
Aligning the demographic profile of the police service with that of the community is 
beneficial to effective policing.  
 
Keywords: Diversity, Policing, Recruitment, Retention, Community Service  
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Introduction 
Diversity may be defined as the presence of differences among members of a social unit 
(Jackson et al., 1995) and is viewed as a significant factor in social life as countries worldwide 
become more diverse in terms of the gender, race, ethnicity, age and national origins (Shaw and 
Barrett-Power, 1998). Culturally diversified groups refer to population groups drawn from 
different cultures, linguistic and ethnic backgrounds than those from the mainstream population 
and constitute a smaller number than the mainstream population. The term culturally diversified 
groups  is generally used as a substitute for several identifiers such as race, religion, language 
group, a shared history and origin, country of birth (Berthoud et al., 1997; Phinney, 1996; 
Venkatesh, 1995) and is used to acknowledge the multi-ethnic or multi-cultural social setting and 
status of people belonging to differentiated ethnic groups.  
 
Organizations can benefit from workforce diversity by creating an organizational environment 
and attracting more people from diverse communities (D'Netto and Sohal, 1999). Managing 
diversity may promote a competitive edge by recruiting the best people for the job, regardless of 
cultural and ethnic background, age and gender. However, research has indicated that 
organizations face difficulties in recruiting people from culturally diversified backgrounds 
(Avery and McKay, 2006; Loveman and Gabarro, 1991; McKay and Avery, 2006; Rosen and 
Lovelace, 1991; Schreiber. Price and Morrison, 1993; Tipper, 2004). Similarly, retention rates 
among culturally and linguistically diverse workforces are a matter of concern. (Avery and 
McKay, 2006; Brief, Umphress, Dietz, Burrows, Buts and Sholten, 2005; McKay and Avery, 
2006; McKay, Avery, Tonidandel, Morris, Hernandez and Hebl, 2007) 
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The literature shows that ethnic diversity is an important factor in other organizations including 
hospitality (Devine, Baum, Hearns and Devine, 2007), manufacturing (Dagher et al., 1998), 
health services, policy making organizations (Healy and  Oikelome, 2007), businesses 
(Smallbone et al., 2005), and educational institutes (Selvarajah, 2006). Based on a qualitative 
study Ely and Thomas (2001) developed a theory addressing the conditions under which cultural 
diversity enhanced and detracted from work group functioning. The study showed that the 
workgroup’s perceptions of diversity influenced the way in which people expressed and 
managed workgroup tensions and its functions.  
 
Australia has experienced its rapid growth of culturally diverse minority groups during the last 
decades largely due to the migration of immigrants from Asia, Africa and East European 
countries hence Australia has become one of the most multicultural societies in the world 
(Australian Bureau of Statistics, 1999; Hartel, 2004) comprised of a myriad of cultures, 
languages and religions. Therefore, an understanding of and managing diversity has become 
crucial to the viability of contemporary organizations (Cox and Blake, 1991). The need for better 
management and utilization of diversity in the Australian workforce has been identified by the 
Industry Task Force addressing leadership and management skills as one of the challenges facing 
organizations today with effects on their performance, development and effectiveness (Industry 
Task Force, 1995).  
 
Research into diversity management practices in Australian industry has indicated that 
organizational performance was not sufficient (D'Netto and Sohal, 1999). Overwhelmingly 
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culturally and linguistically diverse recruitment and retention studies are based on data gathered 
from management and employees of organizations (‘insiders’) (D'Netto and Sohal, 1999; Devine 
et al., 2007; Jaeger and Vitalis, 2005; Smallbone et al., 2005)  hence the opinion of the other 
important stakeholder, the potential employees or communities (‘outsiders’) were overlooked. 
 
To assess the perceived challenges and benefits of a diversified workforce in Australian 
organizations, D’Netto and Sohal (1999) surveyed 500 human resource managers. Their study 
uncovered inadequate diversity management practices as being key issues in the recruitment, 
selection, training, and development of a diversified workforce. Whilst the number of migrants in 
the workforce will increase, researchers have indicated that without effective diversity 
management, Australian employers will soon face a shortage of skilled labour (ABS, 1998; 
Castles and Miller, 1993). Appropriate recruitment processes provide employers with the 
opportunities to access a diverse pool of talent yet the absence of sound diversity practices in the 
recruitment process will result in the failure to retain and benefit from a multicultural workforce. 
The results of this study indicate that while there is strong top management support for 
recruitment, this support does not translate into effective policies and practices at the lower 
organizational levels.  
 
Recruiting and retaining a culturally diversified workforce in policing organizations is of crucial 
importance as evidence shows that crime rates were generally higher in suburbs and 
communities with a large percentage of ethnic minorities living in crowded conditions (Lott, 
2000). Hence unemployment and dissatisfaction towards government in these suburbs was 
generally high where a police force was dominated by a specific ethnic component further 
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increased this antipathy (Hayes and Brewer, 1997). The difficulties that the police face in dealing 
with ethnic minorities has, in many cases, been attributed to the police officer’s race and the 
community perceptions of policing (Holdaway, 1997).  
 
The problem of changing police culture values and attitudes has been widely recognised (Chan 
1996), as have the limitations of diversity management programs as a tool to achieve change 
within policing organisations (Gould, 1997; Lorbiecki and Jack, 2000). Critics have also noted 
that both recruitment of ethnically diverse police are frequently regarded as aimed at presenting 
the right outward image rather than achieving a real community benefit (Cashmore 2002), while 
diversity training is often seen irrelevant by experienced officers ( Gould 1997). 
 
There have been surprisingly few studies that address the human resource management issues 
faced by culturally and linguistically diverse police. Jaeger and Vitalis (2005) noted that  
culturally diverse officers experienced racism in their workplace, and viewed this as a barrier 
both to recruitment and retention, and to serving the community.  The existence of and reasons 
for racism within the police were also discussed by Bland et al (1999) and Cashmore (2001). Jain 
(1987; 2008) described race based barriers as systemic in the Canada, while similar comments 
were made by Water’s et al (2007) in regard to a police force in the United Kingdom.  
 
However, minority police interviewed by Cashmore (2002) expressed reservations regarding 
both the policy of encouraging greater recruitment of ethnic minorities, and the role those 
minorities would play in policing. Specifically they expressed concerns that greater recruitment 
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and retention efforts would lead to an increase of time servers aiming for the police pension, 
rather than motivated officers. 
 
The studies discussed above exclusively use organisation members as their sample. As such only 
insiders, rather than community views, are explored.  Brief et al (2005) highlight the importance 
of communities as an influence of group behaviour in organisations, indicating that latent 
attitudes towards diverse communities are difficult to change through diversity training and   that 
whites react negatively to diversity in the workforce. They go on to present a strong argument for 
“bringing communities into the study of organisational demographics”(Brief et al, 2005:840).   
 
There is a strong community view that the membership of police services need to reflect the 
demographic characteristics of the communities they serve (Heijes 2007). Governments, and in 
some cases senior policing managers, have adopted formal human resource management policies 
to reflect this community desire. However, despite these formal actions, the profiles of police 
services tend to be predominately male, and almost exclusively drawn from the dominant 
cultural and linguistic group of the society in which they are based.  One possible explanation for 
this is a difference in perceptions of insiders (police) and outsiders (the community) regarding 
the need for a police service to reflect the cultural and linguistic diversity of the community it 
serves.  In this study we investigate these perceptions. Specifically we address the following 
question: 
 
Q1 In what way(s) do Victoria Police and three culturally and linguistically diverse 
Communities view culturally and linguistically diverse recruitment and retention? 
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While the inclusion of community perspectives has occurred in studies of police operational 
performance, and gender diversity has occurred previous studies, our literature review did not 
identify research that included the perspectives of culturally and linguistically diverse groups 
regarding the barriers, challenges and opportunities faced by Victoria Police in recruiting and 
retaining culturally diverse employees.  As such this is a key contribution of our research. 
 
 
Methodology 
 
We conducted a total of five focus groups in this study. Two groups were drawn from Victoria 
Police and three focus groups were drawn from the Indian, Sri Lankan and Vietnamese 
communities.  
 
Access to Victoria Police was provided as part of a lager ongoing research project into HRM 
practices in the organisation. There were a total of seven participants in the Victoria Police focus 
groups. The first group included five participants (three females and two males) and the second 
group included two participants (one male and one female). To ensure anonymity, the males of 
the first focus group were identified as PM11 and PM12 and the females were identified as 
PF11, PF12 and PF13. Similarly, the second focus group participants were identified as PM21 
(male participant) and PF21 (female participant).  
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To obtain participants in our focus groups from culturally and linguistically diverse 
communities, a list of community leaders was prepared and these leaders were contacted by both 
Victoria Police and the researchers.  The community leaders then arranged the focus group 
meetings with interested members of their communities.  
 
The culturally and linguistically diverse community focus groups were drawn from three 
dominant culturally and linguistically diverse communities residing in Melbourne which are the 
Indian (Sikh), Sri Lankan and Vietnamese communities. The Indian focus group was comprised 
of five male participants and to maintain anonymity, these participants were identified as CM11, 
CM12, CM13, CM14 and CM15.The Sri Lankan focus group included five male participants 
identified as CM21, CM22, CM23, CM24 and CM25. The third interview was held with one 
male community leader, identified as CM31. Due to his status as a senior community leader, it 
was thought that a one-to-one interview would uncover valuable insights into his community. 
Each of the focus groups and the interview lasted approximately one hour 
 
A structured interview protocol was followed the focus groups, commencing with an explanation 
of the process and intention of the study. The specific initial questions used were developed in 
line with Schwab’s (1980) deductive instrument development approach, based on a 
comprehensive literature review. Subsequently a series of open ended questions were asked, 
providing the opportunity to explore the contextual richness of the interviewees’ insights.  
 
All interviews were recorded, with the consent of the interviewees, were transcribed in full, 
confidentiality and anonymity were maintained in accordance with university policy.  
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In order to facilitate the data analysis process, the following three strategies were applied to the 
transcripts: (a) a number of key themes and sub-themes were identified, (b) each sub-theme was 
captured using a number of questions that appeared in the interview protocol, and (c) a coding 
scheme was developed and used to label a chunk of a ‘descriptive paragraph’ to categorize 
empirical data into sub-themes. Extracted themes and sub-themes were then further analyzed.  
 
 
Analysis 
 
Four key themes, including sub-themes within each main theme, were extracted from the 
Victoria Police interview data. The extracted themes, sub-themes and support for these themes 
are summarized in Table 1. 
Insert Table 1 about here 
Overwhelmingly, the Victoria Police participants agreed on the necessity of recruiting more 
culturally and linguistically diverse recruits to Victoria Police. However, they thought that the 
culturally and linguistically diverse communities’ negative attitudes towards policing, lack of 
English proficiency and educational backgrounds posed major barriers. To overcome these 
barriers, the participants suggested Victoria Police increase their interactions with the 
communities, publicly profile more culturally and linguistically diverse employees as evidence 
of the organisation’s culturally and linguistically diverse recruitment drive, provide probationary 
employment, and target second generation culturally and linguistically diverse communities. 
Furthermore, the Victoria Police participants suggested that to retain recruited culturally and 
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linguistically diverse employees it was necessary to create a multicultural workplace 
environment that valued cultural diversity.  
 
Similarly four main themes and several sub-themes were extracted from the culturally and 
linguistically diverse interviews. The extracted themes, sub-themes and support for these themes 
are summarised in Table 2. 
 
Insert Table 2 about here 
 
The results suggest that the three communities who participated in this study hold negative views 
about policing and these were based on experiences with police in their own country of origin 
and in Australia. Overwhelmingly the majority of the participants thought that Victoria Police is 
a racially biased organization and that their communities were deliberately overlooked in the 
recruitment process. This view stemmed from the perception that the participants did not see 
evidence of a demographically culturally diverse police force hence they felt they were being 
overlooked and ‘unwanted’ in the recruitment process.  
 
The following sections provide a detailed analysis of the findings summarized in Tables 1 and 2. 
 
Importance of diversity in a police organization. The general view held by both the Victoria 
Police and culturally and linguistically diverse community participants was that it is necessary 
for Victoria Police to increase the number of culturally and linguistically diverse employees in 
order to assist the organization to be more effective, responsive and flexible in its policing 
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services to all communities. In addition, increasing the number of culturally and linguistically 
diverse police officers would impact on the culturally and linguistically diverse communities 
perceptions that Victoria Police are interested in recruiting and retaining culturally and 
linguistically diverse police officers. This perception was supported by previous studies (Chan, 
1997; Weitzer and Tuch, 2005). 
 
Both the Victoria Police and culturally and linguistically diverse participants agreed that 
culturally and linguistically diverse communities are seriously underrepresented in Victoria 
Police. Participant PF13 stated, “If you walk around the streets, mostly you will see the police as 
white Anglo-Saxon”. Amongst the seven Victoria Police participants there was a general 
consensus that more officers from culturally and linguistically diverse backgrounds would 
enhance Victoria Police’s effectiveness in serving the community. In addition, five participants 
acknowledged and were concerned that various culturally and linguistically diverse communities 
in Victoria (such as Indian, African, Vietnamese, and Arabian) were underrepresented in 
Victoria Police’s workforce and suggested that for Victoria Police to be more responsive, it was 
necessary to increase the recruitment of employees from these communities and utilize their 
diverse skills.  
 
On the other hand, although policing was considered as an honourable, challenging and well paid 
job, it may not be viewed as a career of choice for many culturally and linguistically diverse 
members. The reasons that were put forth ranged from negative perceptions towards the police 
due to perceptions of the racial attitudes of police, the risks associated with policing, the absence 
of culturally and linguistically diverse employees in policing, and the negative views of police in 
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their country of origin. However, even though policing was not generally perceived as a career of 
choice, several of the participants were interested to work in policing and their communities 
were supportive of police jobs. They thought that culturally and linguistically diverse police 
officers could enhance mainstream police officers awareness of cultural diversity and also reduce 
the mistrust and communication gaps between Victoria Police and culturally and linguistically 
diverse communities.  
 
Difficulties related to recruitment from culturally and linguistically diverse communities. 
Analysis of the interviews uncovered that there were opposing views among culturally and 
linguistically diverse communities and Victoria Police members regarding recruitment barriers. 
The communities considered that the police force is racially biased both in recruiting members 
and delivering policing services. Three participants from the Indian community, two participants 
from the Sri Lankan community and one participant from the Vietnamese community believed 
that culturally and linguistically diverse communities were not given sufficient opportunities to 
join Victoria Police and were deliberately overlooked in Victoria Police’s recruitment process. 
Participant CM13 stated “They have certain profile and they tend to select those people. So they 
don’t go beyond that.” It appears that the communities do not trust Victoria Police’s ‘culturally 
and linguistically diverse recruitment drive’ and believe Victoria Police is not serious about 
recruiting from the culturally and linguistically diverse communities. The culturally and 
linguistically diverse participants supported their argument stating that there is little evidence of 
the increased visibility of culturally and linguistically diverse Police officers. A number of 
participants stated there are large numbers of residents living in Victoria from Indian and 
Middle-eastern backgrounds yet there are not many Victoria Police members representing these 
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communities. This view was equally strong among the second generations of the culturally and 
linguistically diverse communities as well those who were born here. Both the parents of second 
generation of culturally and linguistically diverse community experiences with the police in their 
home country and their experiences in Australia influenced their perceptions and attitudes 
towards Policing. One participant (CM3) described how immigrants were treated in different 
places such as a railway stations. According to him the police specifically target migrants such as 
Asians and he questioned why the Anglo Saxons on the same platform in the same railway 
station did not receive the attention that the Asian ones receive?  Similarly, CM13 complained 
“If a white person does anything wrong, they tend to ignore (it). But if I do the same thing; they 
will immediately penalize me and will give me a ticket. They have inclination towards looking 
after white people in the community.” 
 
Participants also complained that there were insufficient interactions between the police and the 
communities and that policing as a career of choice was not well promoted hence the recruitment 
process was not understood by many culturally and linguistically diverse.  On the other hand 
Victoria Police participants identified several difficulties in recruiting culturally and 
linguistically diverse people. According to them, whilst a high percentage of culturally and 
linguistically diverse applicants possessed valuable skills, language (English) appeared to be the 
main barrier. A Victoria Police participant described a case where a police station struggled with 
a new culturally and linguistically diverse recruit whose English was a third language. His accent 
was so problematic that other police officers refused to work with him because they considered 
him to be an Occupational Health and Safety risk in circumstances that required dealing with 
emergency incidents and radio communication where his accent was so strong that he was not 
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understood by his fellow colleagues hence creating a potentially dangerous situation for all 
concerned.  However, the culturally and linguistically diverse participants disagreed with the 
Victoria Police participants’ views and in particular the Indian participants argued that most 
Indian migrants were highly educated and competent in English yet there still were few Indian 
police officers. Hence they argued that language was an ‘excuse’ to not recruit Indians into 
policing. Similarly the Vietnamese community participant provided an example where a police 
officer with a Vietnamese background who migrated to Australia when he was three and was 
very fluent in ‘Aussie’ English faced racial discrimination whilst working at Victoria Police and 
eventually left the job.  
 
The difference in educational background was considered by Victoria Police participants as 
another barrier in recruiting culturally and linguistically diverse employees. The educational 
requirement to join Victoria Police is VCE (equivalent to A level or HSC) if age is below 21 and 
year 10 if age of the person is above 21. Yet some Victoria Police participants believed that it 
was likely that culturally and linguistically diverse members did not possess enough formal 
qualifications or possess qualifications equivalent to Australian qualifications. For example, 
participant PM11 commented “they were less likely to join the police force based on their lack of 
English and lack of schooling”.  However, culturally and linguistically diverse communities did 
not believe that educational background was an issue as migrants (except refugees) must possess 
qualification levels which are assessed by the Australian government.  Therefore, the culturally 
and linguistically diverse participants believed that there was no reason that education could be 
viewed as a barrier to recruitment into policing.  
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Both culturally and linguistically diverse and Victoria Police participants thought that policing 
may not be an attractive career choice for culturally and linguistically diverse communities 
mainly because it was not considered a good profession in their own country of origin. For 
example, according to PM11, police officers in the Middle East would barely equate to a security 
guard in Australia. Therefore, with such perceptions of policing in their home lands, policing as a 
career choice in Australia may not present as an attractive option.  
 
Ways to overcome recruitment difficulties. To increase the number of culturally and 
linguistically diverse recruits it is necessary to overcome the difficulties identified above. It was 
found that there were some common suggestions from both the culturally and linguistically 
diverse and Victoria Police participants.  
 
Both groups emphasized more community and police interaction in order to overcome the 
negative perceptions about policing. The culturally and linguistically diverse participants 
asserted that more effort is required by Victoria Police to understand and respect diversified 
cultures and to interact with the culturally and linguistically diverse communities to demonstrate 
that it values diversity. The participants emphasized that to be aligned with the different 
communities Victoria Police ought to increase their presence in culturally and linguistically 
diverse communities and educate them about policing in Australia. In contrast, a number of 
Victoria Police participants asserted that the culturally and linguistically diverse communities 
needed to understand Australia’s culture and needed to become more open to other cultures. 
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To overcome the language barrier, a Victoria Police participant suggested probationary 
employment and a capacity building program. If a candidate possessed other skills but lagged in 
English, they could be employed on a probationary basis and be given time to improve their 
English skills. However, this would require appropriate structures and facilities to support such 
‘capacity building’. Participant PM11 provided a related example and spoke of an African man 
who had expressed interest in becoming a police officer. The potential recruit held a Masters 
degree and possessed many valuable skills which Victoria Police could have utilized yet his 
English was poor. In this instance such a capacity building program could have assisted the 
potential recruit into policing.  It was emphasized that if Victoria Police were serious about 
culturally and linguistically diverse recruitment then they needed programs and structures in 
place to bridge the language gap.  However, PF21 expressed that Victoria Police lack the 
resources to conduct capacity building programs. An alternative suggestion by participant PM11 
was to target second generation culturally and linguistically diverse as they do not have language 
problems. He commented “Once they (2nd generation culturally and linguistically diverse) are in 
our school systems…it is going to be of great value, without a doubt will add value.”  
In contrast, the culturally and linguistically diverse participants made no suggestions to 
overcome the English language barrier as they disagreed with the Victoria Police participants 
and believed English was not a major barrier. 
 
The culturally and linguistically diverse communities believed that there was a lack of 
appropriate promotion addressing policing as a career of choice among the culturally and 
linguistically diverse communities. To overcome this problem they suggested advertising in 
community newspapers and promoting policing as a career in schools. These suggestions were 
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supported by the Victoria Police participants as the police have the opportunity to access schools 
to develop positive relationships and hence access the culturally and linguistically diverse 
communities to promote policing as a career.  
 
Both Victoria Police and the culturally and linguistically diverse participants suggested that 
Victoria Police needed to pro-actively recruit a number of culturally and linguistically diverse 
recruits so as to provide evidence of its sincerity in hiring culturally and linguistically diverse 
recruits into its workforce. For example, PM12 suggested that Victoria Police needs to 
commence developing a procedure to recruit culturally and linguistically diverse and assist them 
with their socialization into the organization’s culture. Then once socialized, professionalize 
them to work at different levels of the organization. Participant PF21 suggested that it was 
necessary to make a couple of ‘success stories’ to be known and that would assist with opening 
more doors to culturally and linguistically diverse recruits.   
 
Retention of culturally and linguistically diverse employees. Several barriers to retain culturally 
and linguistically diverse employees in the workforce were identified. It appeared that 
recruitment and retention were viewed as somewhat related and it was perceived that the factors 
that attracted culturally and linguistically diverse recruitment would assist in retaining these 
employees. Therefore, it was necessary to present Victoria Police as an attractive workplace. 
According to culturally and linguistically diverse participants, Victoria Police must be free from 
any racial treatment. It was perceived that many culturally and linguistically diverse police 
officers found themselves isolated in the police force hence it was critical that an ongoing 
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internal mechanism or an infrastructure was in place to support culturally and linguistically 
diverse recruits.  
 
Both culturally and linguistically diverse and Victoria Police participants held the opinion that 
many culturally and linguistically diverse recruits may find it difficult to blend into Victoria 
Police’s culture which is traditionally known as a white Anglo-Saxon community. culturally and 
linguistically diverse police officers may be competent in policing, but the issue may be that of 
workplace socialization. Particularly for frontline employees who were out-in-the-field and 
required to work, trust and rely on other officers hence it was necessary for them to be culturally 
competent so that they understood different cultures and created a strong bond among police 
officers with different cultural backgrounds.  
 
A number of the culturally and linguistically diverse participants believed that in the past, 
culturally and linguistically diverse police officers were used as undercover agents among 
communities and this had a negative impact on policing relationships. There was a trend that 
communities used to mistrust culturally and linguistically diverse Police members as they were 
concerned that they could be undercover agents. In some instances, culturally and linguistically 
diverse may face difficulties in returning to their communities once they became sworn officers. 
It appears the issues they faced come from both Victoria Police and the community hence 
creating a barrier in forming connections between the culturally and linguistically diverse 
communities and Victoria Police. PM11 stated “we have the tendency to move them into working 
in their own communities in terms of undercover policing. But that doesn’t work.” It was 
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suggested that culturally and linguistically diverse police officers would be better placed in a 
normal police officer role rather than that of an undercover agent.  
 
It was suggested that all Victoria Police members, irrespective of their cultural background, be 
culturally competent. There were a few options such as cultural awareness training, and ‘job 
learning’ in educating Victoria Police’s officers about different cultures. The participants agreed 
that it was beneficial for culturally and linguistically diverse recruits to understand Victoria 
Police’s culture and similarly, it was vital for Victoria Police’s police officers to understand 
culturally and linguistically diverse cultures. The cultural awareness training program was 
viewed as a positive step in assisting culturally and linguistically diverse recruits as well as 
existing officers to deal with a culturally diverse society. However, at this point in time, there 
appeared to be no such training at the corporate level as the voluntary programs were arranged 
by the local police stations and designed by local station managers and generally not well 
received by sworn or un-sworn staff.  An effective cultural diversity training program would 
embrace ‘job learning’ by placing newly appointed officers into culturally diversified 
environments. PM11 stated “Certainly, in terms of exposure and learning on the job, which is 
something we tend to neglect has greatly benefited our police officers.” Finally, several Victoria 
Police participants argued that no special arrangement was necessary to retain culturally and 
linguistically diverse employees and they justified their position by asserting that “the things that 
keep white Anglo Saxons in an organization would keep everyone in an organization.” The 
participants agreed that appropriate work place relations, necessary support, training and 
development were important organizational factors contributing to the retention of all employees.  
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Discussion 
 
When addressing recruitment and retention issues in this study, the data shows similar and 
differing views between Victoria Police, the ‘insiders’, and culturally and linguistically diverse 
communities, the ‘outsiders’.  In analyzing the data, an ‘Insiders and Outsiders’ model is 
proposed and presented in Figure 1 showing the main themes and sub-themes uncovered from 
the analysis of both the insider and outsider groups. The perceived importance of having a 
diverse police force is labelled as ‘Importance’; the perceived barriers in recruiting from 
culturally and linguistically diverse communities is labelled as ‘Barriers’, the perceived ways to 
increase recruitment from culturally and linguistically diverse communities is shown as 
‘Recruitment’; and the perceived ways to retain police officers from culturally and linguistically 
diverse communities within the organization is shown as ‘Retention’.  
 
Associated sub-themes are presented within the main themes and indicate which group they 
originated from. For example, an arrow (→) indicates the theme originated from that particular 
group and a cross (─x) indicates the theme did not originate from that group.  An arrow indicates 
the origin of the sub-theme and an associated cross indicates that the idea did not originate from 
the other side. Therefore, arrows on both sides of a theme indicate that the theme was supported 
by both the insiders and outsiders and an arrow on one side and a cross on the other side indicate 
that the sub-theme originated from one group (arrow) but not the other group (cross).  
 
Insert Figure 1 about here 
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The Insider and Outsider Model clearly highlights the major differences the two groups hold in 
terms of recruitment and retention perceptions and consequently which themes and sub-themes 
require immediate attention. It is evident that both groups hold similar views regarding the 
importance of recruiting people with culturally and linguistically diverse backgrounds. However, 
there is complete disagreement regarding the barriers surrounding culturally and linguistically 
diverse recruitment. The ‘insiders’ believe that Victoria Police is endeavouring to recruit more 
culturally and linguistically diverse employees but the process is unsuccessful mainly because of 
the ‘lack of skills’ of potential culturally and linguistically diverse recruits. In contrast, the 
‘outsiders’ strongly opposed the ‘insiders’ perceptions and attributed the ‘insiders’ lack of 
culturally and linguistically diverse recruitment success to their racially biased views of 
culturally and linguistically diverse communities hence only paying lip service to the recruitment 
of culturally and linguistically diverse to policing.  
 
This misconception from both the insiders and outsiders is a major area of concern for culturally 
and linguistically diverse recruitment and retention and could be attributed to the lack of 
interaction and communication between the two groups.  In addition, the lack of interaction in 
many cases contributes to the mistrust between them. Although the culturally and linguistically 
diverse communities generally have a negative perception about policing, the Vietnamese 
business community held a positive view of Victoria Police with participant CM31 stating “The 
Vietnamese business community has the best perception of Victoria Police. They get more direct 
and frequent interactions with the police. They think Victoria Police is their protector and have 
firmer, positive views of the police than other parts of the community.”   
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The model shows there were no significant contrasting views among the insiders and outsiders 
regarding the ways in which to increase culturally and linguistically diverse recruitment and 
retention.  
 
However, the data uncovered that the culturally and linguistically diverse communities lacked 
access to sufficient ‘policing as a career’ information and materials. The main source of 
information regarding employment in policing was ‘word of mouth’ which supported Jaeger and 
Vitalis’s (2005) study showing none of the respondents in their study claimed to have been 
recruited through advertisements in the media but instead through ‘word of mouth’.  Influences 
from family and friends were cited as the reasons for choosing policing as a career (Tarng et al., 
2001). Due to the lack of available information, the culturally and linguistically diverse 
communities were unaware of policing as a career and the benefits of such employment. The 
participants suggested possible ways to promote policing as a career would be to organize 
discussions in religious places and secondary colleges and advertising in cultural newspapers 
targeting specific culturally and linguistically diverse communities. Finally, the culturally and 
linguistically diverse participants in this study asserted that Victoria Police had to demonstrate it 
was not racially biased in recruiting potential officers as well as in providing police services if it 
genuinely wished to recruit culturally and linguistically diverse employees. 
 
Conclusion 
 
This pilot study investigated three culturally and linguistically diverse communities and Victoria 
Police members’ views on the recruitment and retention of culturally and linguistically diverse 
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employees into policing. Due to the small sample size of 18 participants, it should be noted that 
limitations apply to the data and hence findings uncovered in this study. In addition, the 
culturally and linguistically diverse community participants were predominantly male and 
highlight the difficulties of accessing female culturally and linguistically diverse participants 
which is a common limitation found in many culturally and linguistically diverse studies. Having 
identified these limitations, the Victoria Police and the culturally and linguistically diverse 
community focus groups validated the measuring instrument used to uncover the recruitment and 
retention of culturally and linguistically diverse employees to Victoria Police.  
 
The study’s research question of the ways in which Victoria Police and the culturally and 
linguistically diverse communities view culturally and linguistically diverse recruitment and 
retention was addressed. The results in this study show that the ‘insider’ and ‘outsider’ groups 
hold common and differing views towards culturally and linguistically diverse recruitment and 
retention and are worth considering in future culturally and linguistically diverse recruitment and 
retention studies. To understand clearly the similarities and differences, this study developed an 
empirical ‘Insider and Outsider Model’ showing the relationship between the insiders and 
outsiders perceptions. The general view held by Victoria Police and the three culturally and 
linguistically diverse communities was that it is necessary for the organization to increase the 
number of employees from various culturally and linguistically diverse backgrounds in order to 
assist Victoria Police to be more effective, responsive and flexible in its policing services to all 
communities. In addition, increasing the number of culturally and linguistically diverse police 
would impact on the perceptions of culturally and linguistically diverse communities and would 
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provide evidence that Victoria Police are interested in recruiting and retaining culturally and 
linguistically diverse police officers.  
 
This study uncovered that the three culturally and linguistically diverse communities currently 
view Victoria Police as a racially biased organization dominated by white Anglo-Saxon males. 
Therefore it is essential for Victoria Police to demonstrate that it is not racially motivated in 
recruiting potential culturally and linguistically diverse employees as well as in providing 
policing services to all communities.  It would be worthwhile for Victoria Police to revisit their 
recruitment strategies so as to dispel the current notion held in these culturally and linguistically 
diverse communities that they are unwanted or deliberately overlooked in Victoria Police’s 
recruitment of potential culturally and linguistically diverse police candidates. Increasing 
Victoria Police’s public profile by being visible and actively recruiting from culturally and 
linguistically diverse communities may assist in changing culturally and linguistically diverse’s 
current perceptions that they are deliberately being omitted from Victoria Police’s recruitment 
process. 
 
This study suggests that recruitment and retention issues are related where recruiting culturally 
and linguistically diverse into Victoria Police and retaining them share similar difficulties. One 
of these is the negative perception and attitude of culturally and linguistically diverse towards the 
police hence changing these perceptions and attitudes is viewed as essential to the recruitment 
and retention from culturally and linguistically diverse communities. Educating culturally and 
linguistically diverse recruits through formal qualifications and informally through community 
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interactions demonstrating that Victoria Police is friendly and on ‘their’ side may assist 
culturally and linguistically diverse in considering policing as a career of choice.  
 
The creation of a job environment where all employees felt comfortable, irrespective of cultural 
background, was perceived as being vital in the retention of culturally and linguistically diverse. 
All Police officers irrespective of their cultural background would benefit from being culturally 
competent. It was perceived as being advisable that employees from culturally and linguistically 
diverse backgrounds should not be ‘differentiated’ from other employees nor used for specific 
purposes or in specific areas of the police force but instead be given the opportunity to work as 
‘normal’ officers along with their fellow colleagues.   
 
This study uncovered the ways in which ‘insiders’ and ‘outsiders’ view recruitment and retention 
and demonstrates an oversight in the cultural diversity literature, in particular the diversity 
management literature, which omits to take both groups into consideration in their research 
design.  Hence developing organizational recruitment and retention policies based only on the 
perceptions of insiders would be inadequate. An ‘Insider and Outsider Model’ was developed so 
as to clearly illustrate the views of the two groups when addressing culturally and linguistically 
diverse recruitment and retention to policing. To date, the authors were unable to uncover such a 
model in the recruitment and retention literature.    
 
Finally, this study makes a contribution that extends beyond the Australian context. Prior 
research cited in the literature review section of this paper has identified issues related to 
recruitment and selection of culturally and linguistically diverse groups in the United Kingdom, 
Europe, Canada, the United States of America, Asia and New Zealand. The potential to use the 
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‘Insider and Outsider Model’ in these  contexts provides both an opportunity for future research, 
and the prospect of a practical  framework to address this multi-county issue. 
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TABLE 1 
Victoria Police Focus Group Themes 
  
Key theme Sub-theme Participant Support  
Importance 
of recruiting 
from 
culturally 
and 
linguistically 
diverse 
communities  
Various culturally and linguistically diverse 
communities are under represented 
PM12, PM21, 
PF21, PM11, PF13 
 Facilitates an organization to be more responsive and 
flexible 
PM12, PF13 
Essential to have numerous culturally and 
linguistically diverse community representations so as 
to enhance Victoria Police performance  
PM12, PF12 
Barriers in 
recruiting 
culturally 
and 
linguistically 
diverse  
Negative view of police originating from culturally 
and linguistically diverse homeland perceptions and 
experiences  
PM21, PM11 
Language (English) PM11, PF21, 
PM21 
Educational background.  PM11 
Ways of 
recruiting 
culturally 
and 
linguistically 
diverse 
employees  
Increase community interaction and assist culturally 
and linguistically diverse to understand nature and 
benefits of a police job 
PM12, PM11, 
PF13 
Probational appointment of culturally and 
linguistically diverse employees and then train them to 
competent English standards 
PM21, PF21 
Make Victoria Police an employer of choice PM12 
Target 2nd culturally and linguistically diverse 
generation 
PM11 
Document and publicise success stories from 
employees of culturally and linguistically diverse 
backgrounds and present them as examples in the 
recruitment process 
PF12, PF21 
Retaining 
culturally 
and 
linguistically 
diverse 
employees  
Increase cultural diversity at Victoria Police so that 
culturally and linguistically diverse employees feel 
comfortable (Both ways) 
PF11 
Increase cultural awareness and competence of all 
Victoria Police employees 
PF11 
Develop internal mechanism and infrastructure to 
support culturally and linguistically diverse employees 
PM21, PF21 
Utilize culturally and linguistically diverse as normal 
police officers rather than allocating specific tasks. i.e. 
assimilate as regular employees 
PM21, PM11, 
PF21 
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TABLE 2 
Culturally and Linguistically Diverse Focus Group Themes 
 
Key theme Sub-theme Participant Support  
Importance 
of recruiting 
from 
culturally 
and 
linguistically 
diverse 
communities  
culturally and linguistically diverse Police officers 
may create a ‘bridge’ between community and Police 
and hence improve Victoria Police performance 
 CM31, CM12 
Various culturally and linguistically diverse 
communities are under represented 
CM31,CM12, CM11, 
CM13, CM21, CM22 
Police is honourable, challenging and well paid job 
and culturally and linguistically diverse people 
deserve to be part of it 
CM31, CM14, CM22 
Barriers in 
recruiting 
culturally 
and 
linguistically 
diverse  
Racial behaviour of Police  CM31,CM12, CM13, 
CM14,CM21, CM22, 
CM14 
Lack of sincerity in recruiting culturally and 
linguistically diverse  
CM31,CM12, 
CM14,CM21,  
CM22, CM14 
Lack of Police-community interaction and mistrust in 
Police. 
CM12, CM31 
Ways of 
recruiting 
culturally 
and 
linguistically 
diverse 
employees  
Increase community interaction and participate in 
community functions 
CM12, CM31 
There should be more multicultural faces visible 
in policing to show their sincerity in recruiting 
culturally and linguistically diverse  
CM31, CM12, CM13 
Advertise community newspapers and promote the 
Police career in high schools 
CM12 
Retaining 
culturally 
and 
linguistically 
diverse 
employees  
Respect traditions of other cultures and make all 
members culturally competent 
CM31 
Recruit more people from culturally and 
linguistically diverse so that they do not feel 
isolated 
CM12, CM23, CM31 
Create a multicultural environment CM31, CM12, CM22 
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FIGURE I 
 Recruitment and Retention: Insider and Outsider Views 
 
 
Legend 
Insider = Victoria Police 
 Outsider = Communities,  
→ indicates the theme originated from,  
─x indicates the theme was not originated from,  
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